law, and the current vogue is for "human rights."' Soon as a result of the incorporation of the European
Convention on Human Rights (ECHR)
into domestic law we are likely to have human rights points raised in many criminal cases, and in some civil ones.
Employment law will not be immune from this fashion, and we can expect arguments to be framed under both statutory and common law jurisdictions in employment tribunals and the ordinary courts, so as to raise questions under the ECHR. 
FAILURE OF HUMAN RIGHTS LITIGATION
It is, of course, striking that traditionally, human rights have seemed to disappear from sight when individuals enter the private sphere of the labour market. It is worth remembering that until the early 1970s leading textbooks still acknowledged the power of a master to administer 'reasonable chastisement' to an apprentice! In the UK we have now got rid of such abuses and also slavery, servitude and forced or compulsory labour. The ECHR exempts military service from these prohibitions, as the boy soldiers who had joined the army with parental consent at the ages of 15 or 16 and remained bound until they were aged 17 found in 1968, when the European Commission on Human Rights rejected their claim of servitude or forced labour (W v UK (1968) YB 562).
Human rights lawyers will no doubt cast their eyes over the jobseekers' regulations, as the new deal on welfare to work results in the denial of benefits to those who refuse work or training. But it is to be noted that the regulations permit a claimant to refuse a job on the grounds that it offends a sincere religious belief or conscientious objection a recognition of the possible application of art. 9 and 10 of the ECHR.
As 
Religious discrimination
We have no law against religious discrimination in employment apart from in Northern Ireland. 
Freedom of association
Another human right is freedom of association. This has been singled out The question now is whether bringing these rights home will make a difference. We shall be able to see how far the government is willing to go down this road when it publishes the long-expected white paper on Fairness at Work. 
FAILURE TO MEET OBLIGATIONS

Common code
So what we are seeing is the development in Attorney General Jacobs' words of a 'common code of fundamental values' in the EU, and these make it almost inevitable that, quite apart from the incorporation of ECHR, domestic law will increasingly be based on the ideological foundation of fundamental human rights. The Treaty of Amsterdam continues this process with its express reference in the preamble to respect for human rights and also to respect for the European Social Charter, with provisions for sanctions against member states who violate such rights. rights acquire meanings only in specific social and political contexts. Eabour movements in the 19th century sought civil and political rights so as to enable them to use state power against the worst excesses of economic power. Women and ethnic minorities have used the right to equality to challenge patriarchy and institutionalised racism. Many people hope that incorporation will enable the judges to do for them what Parliament, the administration and the judges have not. In this they may be mistaken. Incorporation of the ECHR will enable these and other groups to advance the cause of human rights and, bv so doing,
to help create a culture of human rights. But they should not expect that enforceable human rights can solve all their problems.
PUBLIC AUTHORITIES ONLY
This brings me to the second question, that of human rights as a source of legal principle in employment law. We must remind ourselves that the ECHR is concerned only with abuses of human rights by public authorities. The Human Rights Bill will, therefore, entrench a new hierarchy of rights in domestic law between public and private employees. Remedies will be available only against public authorities in their capacity' as employers. There will be no direct sanctions against private employers who act in a way which is incompatible with convention rights, such as freedom of expression, the right to private life, or freedom of association. I shall not attempt here to discuss the definition in the Bill of public authorities: there will be elephants and non-elephants and a large number of animals in between which are difficult to classify; In my view, the government was right not to list the authorities covered in a schedule. Although there is a lack of certainty as a result, the courts will have the opportunity to deal with an expanding number of employers whose functions are of a 'public nature' on a case by case basis.
Despite the limitation to public authorities, incorporation will have a profound effect on private employment as well. First, legislation must be interpreted 'so far as possible' to give effect to the ECHR, and where this cannot be done a court may grant a declaration of incompatibility. Secondly, the courts and tribunals who are themselves designated as public authorities are required to act compatibly with convention rights. This means that the common law will be developed in cases between private employers and employees so as to give effect to convention rights. The task of the courts and tribunals will be to harmonise collective interests and individual rights, so as to support the However, the international and, in particular, the European dimension of these issues is largely unknown.
Right to private life
DOMESTIC LAWS
Today there is no common European 
LAW REFORM IN EUROPE
Reform of laws relating to the protection of incapable adults has been seen in:
France (1968) Austria ( 1983) UK (1983) Belgium (1991) Germany (1992) The English and Scottish Law Commissions put forward further proposals for reform in 1995
